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Cognitive Failures at Work, Mindfulness, and 
the Big Five 
 
  
Abstract— Cognitive failures at work (or errors in the 
workplace including blunders and memory lapses), can lead to 
considerable personal and organisational damage, even damage 
well beyond national borders in some organisations. Workplace 
errors may have a personality base; and mindfulness (or 
mindlessness) also appears to be related to workplace errors 
generally. Given the importance and cost of errors in the 
workplace it is of concern that no previous research appears to 
have addressed the relationships between cognitive failures at 
work, personality and mindfulness together.  We aimed to 
address this gap.  We administered the Cognitive Failures 
Questionnaire, the Mindful Attention Awareness Scale (MAAS) 
and the Big Five International Personality Item Pool 50-item 
questionnaire (IPIP) to a sample of 92 Australian-based 
employees from a variety of organisations. Our results showed 
workplace errors (including lapses in general memory, 
blunders, distractions and recall of names) were related to 
lower levels of mindfulness and to lower levels of emotional 
stability (that is, the other end of the neuroticism- emotional 
stability continuum).  Extraversion was associated with not 
making blunders, but the other three factors of the Big Five 
(Openness, Agreeableness, Conscientiousness) were not found 
to be related to workplace errors. These results demonstrate 
important relationships between mindfulness and workplace 
errors; and personality (mainly Neuroticism- Emotional 
Stability) and workplace errors. Giving special attention to 
mindfulness training and to effective mental health training in 
organisations is recommended, especially where lapses in 
attention or workplace actions can lead to costly personal and 
organisational mistakes.   
Keywords- Cognitive failures; workplace errors; mindfulness; 
the Big Five, personality; workplace blunders 
 
I.  INTRODUCTION  
 
Cognitive failures or errors in the workplace include 
distractions, blunders, memory lapses and oversights and are 
common and can have from minor to disastrous 
consequences. Examples of errors include: sending an email 
to “all” instead of one selected person; adding funds 
incorrectly and not checking, momentarily being distracted 
in walking or driving leading to accidents at home, office or 
on the highway;  not checking air pressures or fuel gauges; 
or not checking where tools are and what has happened to 
them (including in surgery); not contacting an individual in 
due time …. the list is endless- some consequences clearly 
more disastrous and costly than others. Such cognitive-based 
mistakes on simple tasks that a person should normally be 
able to complete without error have been termed cognitive 
failures [1].   
Cognitive failures have been related to an inability to 
attend to a task and to lapses of attention [2, 3], to errors in 
task execution (blunders) and to personality traits such as 
boredom proneness [4], and to overload of short-term 
memory leading (for example) to accidents and errors [5]. 
A. Cognitive Failures and Mindfulness 
Cognitive failures and relatively error-free safe work 
behaviours have been linked with attentiveness at work.  
Mindfulness is associated directly with awareness. 
Therefore, it would be anticipated that there would be 
overlap between cognitive failures and (lack of) 
mindfulness. But as Dane and Brummel [6] have indicated 
this year (2014), few studies exist to date on the relationships 
between mindfulness and cognitive failures in the workplace 
context.  
Mindfulness is commonly defined as “the state of being 
attentive to and aware of what is taking place in the present 
… and can be considered an enhanced attention to and 
awareness of current experience or present reality” [7, p. 
822]. Mindfulness is said to include a sense of self as 
observer, where the self hears more clearly and notices 
distinctly without distortion what is happening in the present 
moment, seeing, hearing and feeling the experience without 
judgment or thought.  It is a sense of ‘self’ as the observer in 
the moment rather than of an 'I' who is doing and planning 
things.  The practice of mindfulness enables one to "inhabit 
the vantage point of the observer" [8, p. 310].   
Mindfulness started within traditional Buddhism 
emphasising mindful meditation and related skills, according 
to Kabat-Zinn [9]; a more ‘western’ interpretation with 
attention directed to cognitive processes was developed and 
emphasised by Langer [10]. Considerable interest has been 
shown in mindfulness by western society since the year 2000 
with emphasis on cognitive processes involved. This interest 
is shown for example in the dedication of special issues of 
journals to mindfulness  (cf., the Journal of Social Issues, 
2000; Emotions February, 2010; and the Journal Mindfulness 
Karen Klockner and Richard E. Hicks  
DOI: 10.5176/2345-7872_2.1_22 
GSTF Journal of Psychology (JPsych) Vol.2 No.1, August 2015
©The Author(s) 2015. This article is published with open access by the GSTF
1
itself, newly operating from 2010) and in the now many 
different applications including, beyond the early origins in 
meditation, to areas such as clinical and health psychology 
[11, 12, 13]; sporting achievement [14] and business and the 
workplace (e.g., in distress, resilience, and well-being at 
work: [15]); and in accidents and work safety [2, 16, 17]. 
Ellen J. Langer is recognised as one of the earliest 
contributors in the study of mindfulness in a western context 
following her work on mindlessness [10, 18]. Much work is 
still done examining elements from the eastern tradition [19, 
20, 21, 22, 23, 24, 25, 26] but Langer’s work underpins 
much of our western studies. Langer was keen to see how 
individuals could become more mindful by developing skills 
around attention and awareness.   
A major value from mindfulness studies is that 
mindfulness is seen to be a state-based rather than a trait-
based characteristic, that is, that mindfulness can be 
developed in individuals. Many training programs now run 
in organisations and professional settings on the premise that 
personal and work performance is enhanced by such training 
[12, 27, 28, 29].   
Despite the above studies, there has been little research 
that examines mindfulness and cognitive errors directly. 
Therefore, the current study aimed to address this gap. Based 
on the information on mindfulness and cognitive failures 
from research, it was anticipated that there would be a strong 
(negative) correlation between mindfulness and cognitive 
errors or failures.  
It was also decided to examine further the relationships 
of cognitive error propensity to personality factors. Studies 
on cognitive failures and personality are now reviewed; 
followed by studies linking mindfulness and personality.  
Hypotheses about the relationships are then raised and 
subsequently the study and its results are presented. 
B. Cognitive Failures and Personality 
Personality variables have been implicated in cognitive 
failures (for example, in boredom proneness: [4]; and in 
unstable emotional patterns, neuroticism and 
extraversion:[30]). The current predominant model of 
personality factors is the Big-Five factor model, composed 
of five factors: Neuroticism, Extraversion, Openness to 
Experience, Agreeableness and Conscientiousness [31]. It 
would be useful to know how cognitive failures and the Big 
Five factors are related in a workplace context. While there 
is considerable debate on whether five factors best describes 
the correct number of personality dimensions and whether 
sub-factors should be examined also, this model provides a 
good basis for initial studies of the links between cognitive 
failures and a set of broad personality characteristics. A 
description of each of the five factors follows, along with 
reference to relevant research and a potential hypothesis in 
regard to the factor.   
Neuroticism.  Neuroticism (N) refers to the lower end of 
emotional stability and is associated with being emotional, 
temperamental and anxious [32]. Neuroticism has been 
found to be a significant predictor of occupational accidents 
and one researcher (Robertson [33]) conceded that people 
with high scores on N had greater reactivity to 
environmental stressors and would be more distractible from 
ongoing tasks. Other authors (including [34)] have identified 
that being dispositionally insecure, negative and anxious, 
influenced goal striving processes by promoting a failure 
orientation and disrupting concentration on work tasks. 
Accordingly for our study, it was expected and hypothesised 
that N would be highly correlated with cognitive failures at 
work.  
Extraversion. Extraversion refers to the degree to which 
an individual actively engages in the social environment, 
with extraverted individuals being described as outgoing, 
sociable and adventurous [32]. Previous research has shown 
that individuals who are extraverted seem to be better 
adjusted (that is, score lower on neuroticism) [35].  It could 
be hypothesised that this personality trait of Extraversion 
would be associated with fewer cognitive errors though the 
adventurous side of extraversion suggests a confounding 
aspect that would contribute to cognitive errors. 
Nevertheless, research in 2006 with Italian secondary school 
students [30] suggested that extraversion was significantly 
and negatively correlated with perceived cognitive failures in 
this young age group; it was anticipated therefore that 
extraversion would be related negatively to cognitive errors 
in our workplace sample.  
Openness to Experience. Individuals open to experience 
are characterised as being imaginative, seeking variety and 
being intellectual.  Openness to experience refers to the 
degree to which an individual accepts new or unconventional 
thoughts, experiences being imaginative, shows curiosity 
and demonstrates foresight [32].  Low levels of openness to 
experience are associated with a preference for familiarity, 
simplicity and closure with a tendency to be less 
adventurous, and more socially conforming and conventional 
[36]. According to one study [30], high openness to 
experience was associated with low propensity for cognitive 
failures. Openness to experience could indeed be associated 
with fewer cognitive errors (highlighting the non-
adventurous side of low levels of openness) though again a 
mix of other aspects such as curiosity, exploration, and 
acceptance of new ideas or methods as part of openness 
could contribute in some instances to errors. These aspects 
suggest a confounding aspect that could limit the 
relationship between cognitive failures and openness. It 
could be hypothesised that this personality trait of Openness 
to Experience would be unlikely to be associated with 
cognitive failures. Based on this thinking we hypothesised 
that there would be either a negative link or  no link between 
openness and cognitive errors. 
Agreeableness.  Individuals who score high on 
agreeableness tend to care for others, be good natured and 
possess modesty and trust.  Low agreeableness may be 
considered a valid predictor of work accidents which could 
be transferable across occupational settings [37].  Low 
agreeableness has been found to be a predictor of deviant 
behaviours at work (including in disciplinary problems, 
organizational rule breaking and substance abuse) [38]. It 
was therefore hypothesised that this personality trait of 
agreeableness would be negatively associated with cognitive 
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errors in our workplace sample.  
Conscientiousness.  Conscientious people are 
characterised as self-disciplined, emotionally stable, 
hardworking, and achievement-oriented [36]. Conscientious 
individuals follow social norms and engage in goal-directed 
behaviour, being responsible and organized [32], and tending 
to avoid risk-taking [39]. It was hypothesised that this 
personality trait would be negatively associated with 
cognitive errors in the workplace.  
C. Mindfulness and Personality 
The studies above have identified links between 
cognitive failures and mindfulness, and cognitive failures 
and personality.  However, the third element in the set of 
comparisons needs to be examined: personality factors also 
appear related to mindfulness. For example, trait and 
attachment anxiety (or neuroticism) have been found to be  
negatively related to mindfulness [40]; and attention control, 
focusing attention, and avoiding distractions were positively 
related to mindfulness [41]. However, personality factors 
and their relationships to mindfulness need further study; as 
shown in several meta-analytic reviews, mainly of clinical 
studies [24, 42, 43] where conflicting results have been 
found. Giluk [42] in her meta-analysis studies, for example, 
found Neuroticism (negatively) and Conscientiousness both 
to be highly correlated with mindfulness; but in the case of 
each of Agreeableness, Extraversion and Openness to 
Experience, rather low correlations with mindfulness were 
found- significant in some studies, insignificant in others. It 
could be assumed that mindfulness and neuroticism would 
be negatively related also in our workplace sample but how 
the other four personality factors would relate to mindfulness 
is not clear.  
No studies in a workplace context have been published 
linking cognitive errors or failures to mindfulness or to the 
Big Five personality factors, Recent conferences are 
addressing this area [44, 45, 46] but further studies of the 
relationships are needed.   
D. Monitoring Issues: Cognitive Failures, Personality and 
Individual Mindfulness 
Conceptualising the main constructs (cognitive failures, 
mindfulness, personality) in such a way as to yield common 
agreement and common measuring instruments has had a 
varied history. However, the Cognitive Failures 
Questionnaire of Broadbent and colleagues (CFQ: [47]), 
seemed most useful for our study and had been used 
extensively in research. More details are given in Method.  
There has also been special interest in striving to define 
and measure “mindfulness”: as seen through the 
development of different measures of mindfulness with 
different subscales [48, 49]. The development of several self 
report constructs to measure individual mindfulness has led 
to an expansion of knowledge and debate about what the 
mindfulness constructs are measuring and how many 
elements or facets are being measured [7, 48]. Some 
questionnaires are based on mindfulness as a single-
dimensional construct (as with the MAAS); others 
emphasise multiple domains, and at least seven such 
different measures have been developed [48]. Our study used 
the MAAS in an initial exploratory study of the relationships 
among mindfulness, personality, and cognitive failures.  
To assess the Big Five we used the IPIP- International 
Personality Item Pool scales [50].  
These questionnaires are discussed further in Method 
below.  
1) Hypotheses 
The purpose of this current study was thus to examine 
cognitive failures using the CFQ in relation to individual 
personality characteristics (using the IPIP), and in relation to 
mindfulness as assessed by the MAAS.   
Hypothesis 1 predicted that scores on the Cognitive 
Failures Questionnaire (CFQ) would be negatively related to 
scores on mindfulness, as assessed using the MAAS. 
Hypothesis 2 predicted that the CFQ scores would be 
directly related to IPIP scores on neuroticism and negatively 
related or not related to each of the other characteristics 
(extraversion, openness, agreeableness and 
conscientiousness) with extraversion and conscientiousness 
most likely to be related significantly.  
Hypothesis 3 (with several sub-hypotheses regarding 
each factor) examined how mindfulness and personality 
attributes were related in this workplace sample, with 
hypotheses that suggested mindfulness would be 
significantly related to neuroticism (negatively) and less 
strongly to extraversion, conscientiousness, agreeableness, 
and openness to new experiences. 
 
II. METHOD 
 
A. Participants 
The 92 participants in this study came from workplaces 
on the Gold Coast and northern New South Wales in 
Australia had agreed to participate in a larger study of 
mindfulness and its role in workplace safety- our study was a 
part of the larger study. Participants were predominantly 
tradespeople (49%) with the balance being managers (25%), 
professionals (11%), clerks (11%) and para-professionals 
(4%).  There were 58 males and 32 females, with ages 
ranging from 15 to 61+ years with 28% reporting that they 
were between 41-50 years of age.  All participants 
completed a package of questionnaires including the Mindful 
Attention Awareness Scale (MAAS), the IPIP measure of 
personality (IPIP), the Cognitive Failures Questionnaire 
(CFQ) and a bio-data questionnaire in which the participants 
indicated their gender, age bracket, type of employment, 
type of industry and occupational group.    Two other 
questionnaires (on safety and satisfaction issues) were also 
used though these are not discussed in this paper.  Two of 
the original 92 participants returned incomplete surveys and 
these were dropped from the analysis. 
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B. Measures 
1) The Cognitive Failures Questionnaire 
The Cognitive Failures Questionnaire (CFQ: [47]) has 
25 items and was developed to assess a person’s likelihood 
of committing an error in the completion of everyday tasks. 
The CFQ measures the frequency of lapses in three areas: 
perception, memory, and motor function [51].  Validation 
studies [2, 17] have found strong relationships between lack 
of attentiveness and cognitive errors. The twenty-five items 
are each rated on a five-point Likert scale from 0 (Never) to 
4 (Very often) and yield measures on four distinct factors or 
sub-scales (Memory, Distraction, Blunders and Names).  An 
example item is “Do you daydream when you ought to be 
listening to something?”   
Sound psychometrics exist for the total score and each 
of the four sub-scales of the Cognitive Failures 
Questionnaire with Cronbach’s Alpha coefficients ranging 
from .76 to .86 for the sub-scales, and around .91 for the 
CFQ total score [51]. The current research also yielded 
similar coefficients, ranging from .68 to .84 for the four 
subscales to .89 for the total score. 
2) The Mindful Attention Awareness Scale (MAAS) 
The construct of Mindfulness was operationalised in 
dispositional terms by the Mindful Attention Awareness 
Scale (MAAS), a 15-item self-report instrument with a 
single factor of mindfulness. The scale has been validated 
with college students, working adults and cancer patient 
populations. A description of the scale and its validation can 
be found in [7] with the MAAS having been used now in 
many studies. The 15 items are each rated on a six-point 
Likert scale from 1 (almost always) to 6 (almost never).  An 
example item is “It seems I am running on automatic without 
much awareness of what I’m doing”.  
Sound psychometrics have been found for the MAAS 
[7] with Cronbach Alpha coefficients ranging over several 
studies from 0.86 to 0.92; our own study yielded a Cronbach 
Alpha of .90. 
3) International Personality Item Pool (IPIP) 
A short form 50-item Big Five Personality measure 
from the International Personality Item Pool (IPIP) [50]  was 
used as a measure of trait personality. The fifty items are 
each rated on a five-point Likert scale from 1 (Very 
inaccurate description) to 5 (Very accurate), and measure the 
Big-Five factors of extraversion, conscientiousness, 
agreeableness, openness to experience and neuroticism (10 
items each scale).  An example item is “I often forget to put 
things back in their proper place”.   
Sound psychometrics for the Big Five have been 
reported [50] including Cronbach’s Alpha coefficients 
ranging from .74 to .88 for the five characteristics, with 
similar coefficients being reproduced in numerous other 
research projects using the IPIP. The current research also 
yielded similar coefficients, ranging from .65 to .87 for the 
five variables.  
 
III. RESULTS 
A. The Hypotheses 
Hypothesis 1, that cognitive errors or failures as 
assessed by the CFQ, and mindfulness as assessed by the 
MAAS would be negatively correlated, was supported (see 
Table 1). The total scores on the CFQ (CFQTTOT) and the 
MAAS correlated -.73, highly significantly and negatively. 
Significant correlations were evident across all four of the 
CFQ facets of cognitive failures, as well as in the total score 
itself.  
Hypothesis 2 that CFQ and the IPIP Big Five would be 
correlated was partially supported. Table 1 also shows the 
correlation coefficients between of the four cognitive failures 
facets (and the total score) and each of the Big Five factors.  
TABLE I.  CORRELATIONS: COGNITIVE FAILURES WITH 
MINDFULNESS AND THE BIG FIVE FACTORS (N = 90)  
  
COGNITIVE FAILURES  
 Memory Distraction Blunders Names CFTOT 
Mindfulness 
MAAS 
 
-.59** 
 
 
-.75** 
 
-.52** 
 
-.51** 
 
-.73** 
Personality- IPIP      
Neuroticism .43** .44** .49** .35* .52** 
Extraversion -.15 -.14 -.24* -.16 -.19 
Openness -.05 -.11 -.04 -.00 -.04 
Agreeableness .16 .02 -.13 -.06 .00 
Conscientiousness -.01 -.00 -.00 -.02 -.00 
      
Note. *, **Correlation is significant at the 0.05, 0.01 levels (2-tailed test);  
MAAS = Mindful Attention Awareness Scale; CFTOT=Cognitive Failures Total 
 
As predicted, the CFQ and Neuroticism scores were 
highly and significantly correlated both for the total CF 
scores and for each of its facets.  
However, extraversion, predicted as being related 
negatively to cognitive failures, was not significantly related 
to the total CFQ score; nor were three of the four facets 
related to cognitive failures (only the category of Blunders 
was significantly related, and that weakly).  Not one of the 
openness, agreeableness or conscientiousness factors was 
related significantly to total cognitive failures or its facets in 
this sample. These results are consistent with the hypothesis 
that there may be no link between openness and 
mindfulness; but not consistent with the hypotheses that 
agreeableness and conscientiousness would be negatively 
related to cognitive failures.  
Hypothesis 3 outlined expected correlations between 
Mindfulness and the Big Five personality factor scores. 
Table 2 shows how the MAAS (Mindfulness) scores 
correlated with each of the Big Five factors.  In support of 
the hypothesis that Neuroticism would be negatively related 
to mindfulness, a significant negative relationship was found 
(r = -0.48**, p < 0.0005, two tailed). Table 2 showed that 
not one of the other Big Five personality attributes was 
significantly related to mindfulness in our sample. 
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TABLE II.  CORRELATIONS: MINDFULNESS AND THE BIG FIVE 
FACTORS (N = 90) 
 IPIP Personality factors  
Neuroticism, Extraversion, Openness, Agreeableness, 
Conscientiousness 
 N E O A C 
Mindfulness  
MAAS 
 
-.48** 
 
 
.06 
 
.13 
 
-.11 
 
-.07 
 
IV. DISCUSSION 
 
This study aimed to identify how cognitive failures 
were related to mindfulness and separately to personality 
attributes. No earlier studies known to the authors had 
examined this area.  
The study showed that there is a significant negative 
relationship between cognitive failures and mindfulness, 
indicating that the higher the mindfulness scores the lower 
the cognitive failure scores.  This result supported the 
research by Carriere and others [2] which modeled a link 
between mindfulness and attention related cognitive failures 
and by Mrazek, Smallwood, and Schooler [52] which 
demonstrated a negative correlation between MAAS scores 
and mind-wandering (and that mindfulness exercises 
reduced mind-wandering). It seems that the emphasis in the 
literature on the value of mindfulness training and 
interventions would be supported by the results of our study, 
as increased mindfulness skills and responses are associated 
with decreased errors. This assumes that mindfulness is at 
least partly a state-based, developable skill and not simply a 
trait that is less open to change.  
Hypothesis 2 examined personality factors in relation 
to cognitive failures.  The results indicated that Neuroticism 
and Extraversion were both correlated with cognitive 
failures, positively for Neuroticism and negatively for 
Extraversion.  These results are completely consistent (in 
relation to N) and somewhat consistent in relation to 
extraversion with previous research [42]. The results were 
more neutral in regards to conscientiousness, agreeableness 
and openness than was anticipated from the meta-analytic 
reviews – though these had admittedly demonstrated 
somewhat inconsistent findings. .     
Hypothesis 3 explored personality and its link with 
mindfulness, the study showing that mindfulness, for this 
employee group, was significantly negatively correlated with 
one of the Big Five factors, that is, neuroticism.  There was 
no significant correlation between mindfulness and the other 
Big Five factors of agreeableness, conscientiousness, 
extraversion, and openness to experience, except for a 
significant negative correlation between extraversion and 
one only of the cognitive failures facets- ‘blunders’ at work.  
A. Implications of mindfulness in practice 
The benefits of mindfulness begin to be apparent when 
we realise how this state of mind is incompatible with 
neuroticism and cognitive failures.  This leads to a 
consideration of whether – and how - mindfulness can be 
increased. 
Mindfulness is a skill which can be learned as 
demonstrated in the many training or development programs 
available and by Langer herself in the early studies [10]. The 
recognition that mindfulness can be developed suggests that 
as individuals become more attentive to the conscious 
experience of their environment and more fully aware of the 
moment to moment experience, they will also develop higher 
levels of self awareness in context- and thus execute more 
positive actions with fewer cognitive errors. will   
Langer [10] identified that individuals can increase 
mindfulness by: (1) reconceptualising the current situation 
and the context of this situation by making new categories in 
a mindful attentive way; (2) being receptive to new 
information in the environment by watching and listening, 
expanding awareness and information bases; and (3) being 
receptive also to information from others, becoming open to 
other perspectives and concentrating on whether our 
interactions with others have the desired effect. 
Improvement in awareness skills in each of these aspects is 
fundamental to many of the mindfulness training programs 
available. Given the strong correlations found between 
mindfulness and cognitive failures at work (leading to 
accidents and inefficiencies), mindfulness training would 
seem to have much to contribute in reducing the impacts of 
errors in the workplace.    
B. Methodological Issues and Limitations 
There were several potential limitations of the current 
study. First, all of the measures used were self-report and as 
such were limited by the reliability of that method and 
subject to error.  Secondly, the sample size was relatively 
small and may have restricted the findings- though a 
reasonable cross-section of 92 workplace individuals 
participated.  Participants were recruited mainly through 
their organisation and agreed to take part in the survey; it is 
not known if any workplace pressures might have influenced 
results or if non-volunteers would react differently from 
those who volunteered.  
Thirdly, we used a single-domain measure of 
mindfulness to give an overall mindfulness score. Though 
this questionnaire, the MAAS, has been used extensively in 
research, there is a trend now to see mindfulness more in 
terms of specific aspects such as awareness and, separately, 
absent-mindedness [15], or as a sum of facets or multiple 
domains [48]. Nevertheless, our aim in using the MAAS was 
to identify how the general aspect of mindfulness related to  
cognitive failures and to global personality factors (the Big 
Five). We achieved our objective we believe, though more 
research should follow using broader definitions of 
mindfulness.  
Fourthly, the CFQ is well-known and this first study 
(examining cognitive failures and the links to mindfulness 
and personality), has been able to present new information. 
However, cognitive failures could also be examined more 
contextually than through the CFQ which emphasises 
general characteristics across many contexts.  
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Questionnaiures that target specific contexts could provide 
additional detailed information (for example, the work-
specific measure of cognitive failures developed by Wallace 
and Chen [51]). There is more research to come but a gap in 
the literature has been addressed through the findings 
presented here.   
V. CONCLUSION 
 
Cognitive failures were found to be strongly related to 
neuroticism as a personality factor, and also to be strongly 
(negatively) related to mindfulness. The importance of these 
findings cannot easily be understated as mindfulness is a 
state-like, trainable, improvable characteristic.  If individuals 
can be less focused on their internal environment and less 
susceptible to lapses of attention, and if training and 
experience can develop mindfulness further, then there are 
likely to be many benefits in organisational life including in 
occupational health and safety.  The results from the current 
study suggest there could be spin-offs in fewer personal and 
workplace errors from higher levels of mindfulness exhibited 
in the workplace. Future research should examine outcomes 
of mindfulness training in different occupational settings. 
Certainly any research that can contribute to decreased errors 
at work and improved work performance generally would be 
worth attention. Not only does mindful awareness seem to 
have many benefits personally, spiritually, and in health; it 
seems that improved mindfulness can help reduce our large 
costs from cognitive failures at work. 
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